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Abstract
College students continue to become more racially diverse. Despite this, some students of color do not
achieve a sense of belonging on their campuses and whites continue to be overrepresented as
educators and administration in higher education. It is critical for white staff and faculty to examine
their roles in upholding systemic racism in their institutions. This study investigated how white faculty
and student affairs staff, including myself, engage in our own racial identity development and
subsequently engage in anti-racist action in our professional roles. Recommendations are provided for
how white educators can perform self-work to identify blind spots, how they can coconspire to create
an anti-racist culture at the University of San Diego, and how the institution and executive leadership
can support and join this endeavor.
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But What Can I Do?
Engaging White Institutional Agents in Anti-Racist Reflection and Practice
At most institutions of higher education, diversity is a bedrock of the mission. Professionals are
expected to value diversity and promote inclusive classrooms, centers, and programming. Entire
conferences are dedicated to the work of diversity, equity, and inclusion. Higher education
professionals, especially those in student affairs, teach our students to build community through
inclusive language and actions. Yet, it is rare for white educators sit back and consider ourselves as the
fabric of our organizational culture, or examine how we ourselves might contribute to the inequities we
attempt to fight.
This study investigated how white1 staff and administrators, particularly in student affairs,
engage in their own racial identity development and how this increases their ability to engage in antiracism on campus. Professionals on college campuses play key developmental roles in the lives of
college students. As white educators, we2 owe it to our students and ourselves to explore our minds as
we encourage others to do the same. If we ourselves do not strive to learn more about our white
identities and lessen our dependence on privilege and white supremacy, how can we accompany our
students effectively? Worse, how then do we advance systems that disadvantage and harm our students
and colleagues of color?
I firmly believe I must always sharpen my mind and soften my heart, and that it is the duty of an
educator to never stop learning alongside their students. As a white person, two things designed for me
to never learn about, to never interrogate, are whiteness and white supremacy. If I, and other white
educators, do not put forth the effort to try, we will continue to perpetuate systems of harm and

1

I am intentionally choosing to not capitalize ‘white’ and to capitalize ‘Black’ throughout this paper in order to fully
recognize the history, shared culture, and experience of Black individuals in the United States.
2 Throughout the paper, I will interchangeably use ‘they’ and ‘we’ to refer to white higher education professionals.
This is to ensure I do not separate myself from my own white professional identity – a common technique used to
avoid accountability for racist actions by white people.
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oppression. My deep desire to learn and my commitment to justice inform my work. This study will
explore the following research questions:
1. How can I better understand my own white racial identity and inspire white colleagues to do
the same?
2. How can I improve my own racial stamina as a white person and increase my capacity for
anti-racist action on my campus?
Literature Review
Whites in general are unaware of their privilege and, often, that they even are white at all
(Kolchin, 2002; McIntosh, 1990). While whiteness and white supremacy are global phenomena and have
destructive impacts in many cultural contexts, for the purposes of this research the U.S. context will be
applied.
Janet Helms’ (1990) model of white racial identity development (WRID) is a highly useful tool for
understanding how whites make sense of their racial identity. Helms proposed a six-stage model split
into two main segments. The first three stages, contact, disintegration, and reintegration, deal with the
phase of development in which whites struggle to understand the way racism functions in their lives
(Foulke, 1996). The remaining three stages, pseudo independence, immersion-emersion, and autonomy,
deal with developing a healthy, positive white identity centered in anti-racism (Helms, 1990). Often,
whites do not surpass the reintegration stage, where they become mired in feelings of guilt and anger,
turning to racist explanations of why things are as they are (Helms, 1990). An example of this might be a
white person, feeling guilty about the lack of financial equity they see across racial lines, declaring
people of color keep themselves poor by not seeking jobs and being lazy. This allows the white person to
feel assured of their own success because, in their mind, their whiteness has not afforded them
anything.
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Most often in higher education contexts, educators apply this model to white students to help
guide their racial growth. It is not often we turn it back to ourselves as professionals, though when one
looks at the prevalence of whiteness in U.S. educational contexts, it feels apparent that the conversation
is long overdue.
Education is an incredibly white institution of the United States. Elementary to secondary school
teachers are about 95% white, meaning children often never have a teacher of color (Geiger, 2018). In
higher education, 2017 data indicate 75% of faculty were white as opposed to 55% of undergraduate
students they served (Flaherty, 2019). While white faculty are generally well intentioned, their actions
(or lack thereof) often serve to continue perpetuating racist systems at their institutions (Brooks-Immel
& Murray, 2017; McCoy et al., 2015; Yang, 1992). Often, faculty hold overtly racist and paternalistic
views (McCoy et al., 2015; Yang, 1992).
White student affairs professionals are generally aware of their white racial identity, but they
get stuck in guilt and lack of reflection, making it hard to engage in anti-racism. Many professionals cite
lack of skills and confidence to raise racial issues at work and indicate their graduate programs were not
adept in discussing issues of race, racism, and, particularly, whiteness (Ashe, 2012). Rather than allow
white students in student affairs graduate programs to reflect on their own identity, the courses
generally focused on how to improve the lives of students of color (Ashlee, 2019). Other professionals
talk about the political capital they will lose for mentioning racial disparities on campus (Robbins &
Jones, 2016) and the lack of institutional support in making changes (Ashe, 2012; Ashlee, 2019).
Staff of color also suffer from this lack of awareness and action. Research has shown Black
employees, in particular, are systematically under mentored, and often, white supervisors hold back on
giving feedback for fear of being seen as racist (Constantine & Sue, 2007). Student affairs professionals
of color consistently ask their white colleagues to disrupt racism as it occurs on campuses, but often to
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no avail (Farris, 2018). At the same time, staff of color are often asked to solely hold the concerns of
students of color while their white colleagues remain unaware of this emotional labor.
Ibram X. Kendi defined anti-racism quite simply; it is challenging the norm by doing something,
rather than passively accepting the status quo (Warfield, 2019). If challenging the norm and “doing
something” is the behavior of an anti-racist, college campuses leave something to be desired.
Context
This action research was conducted at the University of San Diego (USD), a mid-sized private,
Catholic liberal arts institution. In 2018, a new enrollment plan was introduced to the campus
community. Goals included enrolling more Pell Grant eligible students, international students, Catholic
students, local students, and generally diversifying the student body. This enrollment plan makes more
urgent the need to become a diverse serving institution, not simply a diverse-enrolling institution.
USD has historically been a predominantly white institution (PWI). PWIs are defined by two
measures, one more commonly used than other. The most common definition is, “an institution of
higher learning where Caucasians account for 50% or greater of the student enrollment,” (IGI Global,
2020). While USD has maintained a percentage of over 50% of the student body identifying as white for
many years, this number dropped to 48.9% in 2020 (USD, 2020).
While some may see this as a positive sign that we are moving away from our PWI status, I see
this drop in white student enrollment as a potential distraction to our institutional anti-racist
aspirations. This number is scarcely below 50% and therefore could easily shift. For this paper, I will
focus on the second definition of a PWI, which is, “Those institutions whose histories, policies, practices,
and ideologies center whiteness or the white majority. PWIs, by design, tend to marginalize the
identities, perspectives, and practices of people of color,” (IGI Global, 2020).
I have worked at USD since January 2017 in the Division of Student Affairs supporting
orientation efforts for all new students and working closely with student leader training. As our student
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body continues to diversify, I consider it my professional responsibility to work to change our current
landscape to be more inclusive to the students of color who will be coming. Creating another center for
marginalized students is not enough; we must begin to work with the majority, and to do so, white staff
must first work on actions, perceptions, and behaviors we may hold.
My connection to my topic is not only professional. I attended USD for my bachelor’s degree,
and my understanding of my racial identity evolved throughout that time. At first, I rolled my eyes every
time a professor mentioned “white privilege,” incensed these academics in their ivory towers could
possibly think they knew me based on the color of my skin. After enough time and evidence, I realized
racism did exist. Then, I reasoned, I was not one of “those” white people. In fact, I had hightailed it out
of my hometown full of racists! If an excuse was to be had, I found it, until the 2016 election. The events
of the campaign profoundly shook me and realigned every belief I had about patriotism, faith, politics,
and most importantly, race. Donald Trump’s election to the presidency, which came at the end of my
time in college, was part of what motivated me to stay in higher education and work to teach young
people about race and other systems of oppression.
While my position as a white person makes me uniquely qualified to investigate whiteness, it
also blinds me to so much that folks of color have been attempting to tell us for years. My privilege
allows me choice in my entrance into the fray, and my privilege will continue to benefit me, even as I
attempt to shed light on systems of inequity. Truthfully, there are parts of me that are afraid to hold up
a mirror to myself and the institution I have committed the last 8 years of my life to, but I am at peace
knowing this work is imperative.
Needs Assessment
In the summer of 2019, I served on a committee charged with creating a new curriculum for
student leader training. Part of our work was to create a comprehensive experience around diversity
and inclusion. One of the sessions students engaged in was a racial circle, also known as a racial caucus,
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where students split into the racial groups with which they identified and received different curricula
based on the needs of their communities. Staff, who identified with a specific racial group, led sessions.
White students received a foundational curriculum exploring their white identity and common ways
white folks engage in privilege.
Planning for this session was wrought with challenges. Upon receiving the training schedule
early in the summer, some white students sent emails complaining the sessions were “segregationist.”
Top administrators asked we call them “circles” rather than “caucuses” to remove the political context
from them. Creating the content itself was challenging. Yet, ultimately, none of this was the biggest
hurdle. In an institution full of white administrators and faculty, we struggled to find six facilitators who
felt confident talking about whiteness with white students. While the sessions ended up being
successful, our implementation group realized we had unearthed something noteworthy. If our white
staff could not talk about race, how could we expect our students to?
This realization continued for me in LEAD 550, the proverbial group dynamics course in the
Master of Arts in Higher Education Leadership Program. Black, Indigenous, People of Color (BIPOC)
students in our class experienced racism several times, while I sat frozen in my seat, heart pounding in
my chest, unable to speak. I watched as many of my BIPOC peers stood up for each other and
themselves, yet white people, including me, did not. For me, the critical juncture of this class was the
moment a woman of color cried out in frustration, “White people, where you at?”
After this call to action, I swallowed my fear as best I could and tried to make interventions to
varying degrees of effectiveness. I knew this feeling of despair was my white fragility peeking out and I
played an internal game of whack-a-mole as it reared its head. It became clear to me I was being called
to investigate myself and those who look like me to unearth ways we continued to perpetuate harm.
Before I could officially start my project, George Floyd, Breonna Taylor, Ahmed Arbury, and
others, were murdered, sparking international protests and massive, sustained demonstrations in the
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United States. A racial reckoning was upon the country, and, subsequently, higher education and USD at
large.
I share these examples so readers may better understand my own journey to the topic, but
certainly do not believe they are the sole reason white staff at USD need to engage in racial identity
development and strive towards anti-racist action. Students have repeatedly asked our campus
community to examine how it is mired in white supremacy. Student groups such as American Indian
Student Organization (AISO), the Black Student Union (BSU), the Asian American Pacific Islander Desi
American (APIDA) population, and others have written statements of demands and their pain. Black
faculty colleagues wrote a letter in the summer of 2020 expressing hurt and pain at their experience at
USD and delineating several needed changes. Students in the School of Education and Leadership
Sciences engaged in the Missing Voices protest at the end of the Fall 2020 semester as a result of a
white professor not disrupting racism in class. As I write this paper, a white law school professor is
rightfully being asked to apologize and resign for anti-Asian remarks, among other harmful incidents.
This is all in the last year. To imagine this is the bottom of the well is of itself, white supremacy. Our
BIPOC colleagues and students (generations of them) have already told USD everything this paper may
say. They have said it through withdrawal, through words coded for white professionalism and white
ears, through their departures from our university. They have said it through letters, through
committees, through marches, through one on ones, through interventions in the moment. And they
keep saying it.
As I completed this study, I realized people seemed to think I was doing something heroic. I
would like to be clear: all I did was start a book club. This is the bare minimum work, and the fact of its
contribution to understanding our campus on even a perfunctory level is evidence of how far we must
travel.
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This is a paper about white people, the ways they (we) fail, the places we get stuck, the ways we
are recognizing, we too, must reclaim our own humanity as it has been stripped away from us by white
supremacy, too. But this is also a paper that will hold those good intentions we all have to the light and,
I hope, lay bare the ways we cling to our privileges even as those around us ask us to give them up for
their own safety and wellbeing. All of white folx must identify the racist stereotypes we lean on, work
through them, and work to own our guilt so it does not cripple us when the moment comes to disrupt
racism. Our students and colleagues have waited long enough, the time is yesterday.
Methodology
Action research is a uniquely relevant model for this project given the fundamental demand of
the method to investigate one’s own practice and assumptions. This is the exact demand of discovery
into one’s own whiteness and privilege, even when this reflection is hard and wrapped in fragility.
As I considered which common action research approach to use for this project, I found myself
not satisfied with any of them for my purposes. As such, I used the mechanisms of O’Leary’s (2004)
model of action research, with the spirit and epistemological assumptions of appreciative inquiry (AI).
As shown in Figure 1, O’Leary’s model (2004) allows for a continued practice of observation,
reflection, planning, and action. This action is observed for effectiveness or learning, and the cycles start
over again with this new knowledge to guide reflection and subsequent action. O’Leary (2004) described
it as, ultimately, leading towards better action implementation, a key goal from this study. Koshy (2010)
described the model as “an experiential learning approach to change, the goal of which is to continually
refine the methods, data and interpretation in the light of the understanding developed in the earlier
cycles” (p. 5). This model is especially appropriate for this project given the very act of learning about
whiteness tends to unearth previously invisible facts that cause a need for intense reflection and course
correction. O’Leary’s model allowed me to address what I was learning in real time and make careful
adjustments if needed.
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Figure 1
O’Leary’s Action Research Cycles

O’Leary (2004: 141, cited in Koshy, 2005)

While the cycles of O’Leary’s model allowed for a comprehensive yet flexible approach to the
study, I found myself fixating on the ‘final result’ of WRID, which is a positive white self. As I considered
what it might take for both myself and others to begin to actualize this, I realized wallowing in the guilt
that white fragility produces simply would not do. Recognizing the genuine risk for both myself and my
participants to become stuck in this helplessness, a hallmark of white supremacy, I found myself longing
for a way to inject positivity into the work.
Using AI, as shown in Figure 2, allows the researcher to take a strengths-based approach to see
the best of what is, and what is possible given those strengths (Ashford & Patkar, 2001). It is a highly
collaborative model that assumes transformation is possible with a positive vision for the future and
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strong relationships to serve as the bedrock of the change. Rather than looking at a problem as one to
be solved, using AI means the researcher asks participants to consider what success looks like and to
leverage their strengths to achieve it, assuming groups have a limitless core of potential that can
ultimately liberate the spirit (Cooperrider & Whitney, 2005). The model also is built on the demand that
groups take up responsibility for their own change, one of the key pieces of white anti-racism (Mather &
Konkle, 2013).

Figure 2
Appreciative Inquiry
Moore, 2021

Given this model is best used with more diverse groups, and my groups were solely white, I
decided it was best not to employ the actual steps of the model but to use its spirit and fundamental
assumptions about possibilities of change, which are that groups must take up responsibility for their
change and believe it can happen for it to be achieved. The steps of discovery, dream, design, and
destiny informed the underlying assumptions and framing in my work.
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Data Collection
As shown in Table 1, data for this project was collected at four different times of the 2020 and
2021 calendar years.
Table 1
Cycle Timeline
Cycle 1:
October 2020

Cycle 2:
October 2020
First Interview

Cycle 3:
October 2020 – February
2021
Group Work

WRAS Scale
11 Participants

Cycle 4:
February 2021
Second Interview

15 Participants

13 Participants

13 Participants

Cycle 1
In my first cycle, I administered the White Racial Affect Scale (WRAS), developed by Grzanka et
al. (2020). This 19-item scale assesses whites’ proneness to white guilt, white shame, and negation. I did
not use this scale as a means of assessing exactly where participants were in their racial development,
but rather as a means of encouraging participants to engage in reflection on their relationship with their
white identity.
Cycle 2
This cycle consisted of 60-minute, one-on-one interviews conducted over Zoom recorded with
participant permission. I had several intentions for Cycle 2. First, I wanted participants to reflect on their
professional identities and how race currently functioned in their roles. Second, I hoped the questions
would allow the participants to explore their understanding of their racial identity. Third, I asked
participants to explore their comfort level in disrupting racism in their personal or professional lives, and
fourth, I asked participants to consider the ‘why’ of joining the study. During the interview, I gave
participants their WRAS scores and asked them to reflect on the process of having taken the scale.
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Data for cycle 2 were completed in October of 2020, after participants had taken the WRAS but
before the group work began. In two instances, I interviewed participants after the initial group meeting
due to scheduling conflicts.
Cycle 3
Cycle 3 took place over the course of 16 weeks in the Fall 2020 semester. In this cycle, I divided
participants into two separate reading groups based on participant availability to read and follow the
journal prompts in Layla F. Saad’s Me and White Supremacy (2020). I sent participants a Doodle Poll with
a few time options to choose which times they could commit to for 16 weeks. Participant responses
were invisible to avoid bias in selecting groups. Once all participants had selected options, I created the
groups based on three criteria: 1) availability, 2) size of the groups (i.e., most people could only do one
day, so participants who offered another day were automatically put in the other group), and 3)
supervisory relationships (where possible, supervisor/supervisee pairs were split between groups).
The groups gathered once a week for 60 minutes via Zoom to discuss the journal prompts
assigned at the conclusion of each chapter and spent time reflecting together about their white
identities and anti-racism practice. As the researcher, I was part of each reading group and offered my
own reflections. These sessions were not recorded or transcribed, but I took careful notes of themes
and helpful quotes.
Cycle 4
Cycle 4 purposefully replicated the structure of Cycle 2. Participants engaged in a recorded 30minute interview via Zoom, where they were asked to engage in the reflection questions they were
asked before Me and White Supremacy. Participants were able to articulate how they had grown and
areas for further development, by engaging in the study. Participants were also asked to reflect on how
they planned to combat racism at USD going forward, and to offer feedback on their favorite and least
favorite aspects of the study.
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Data Analysis
I used a framework of critical whiteness studies (CWS) to analyze my data. Using CWS allows
researchers to “critically interrogate the means by which Whiteness is normalized and racism is
continually reproduced” (Cabrera, 2012, p. 377). This is a necessary framework, as the overall focus of
this study is to unearth and demonstrate how whiteness is centered at USD and how whites are
reproducing racism. CWS acknowledges two major forms of how racism exists in educational contexts.
The first is how whiteness and privilege contribute to overall problems in educational systems. The
second wave expanded the literature to discuss how context plays a key role in understanding how
whiteness is so pervasive, emphasizing white identity is complex and far from monolithic, as some
literature has suggested. This complexity allows for transformation, rather than a fixed outcome of
endless racism and racial naivete.
I coded the interviews using an inductive method to allow most loyalty to the data. After initial
pass-throughs of the data, nearly 40 codes existed. I then reviewed these codes to find more common
themes and higher-level codes. Higher-level codes are represented here. Once higher-level codes were
established, I employed a blended approach to imbue the data with theory and concepts from the
literature, and used a storytelling approach with direct quotes for reporting purposes, as I believe it
illustrates the fullest humanity of the participants and honors them. Participants were allowed to read
this paper beforehand and offer clarification points if I did not accurately capture their words.
Implementation
The following sections will describe the planning actions and results of each of the four cycles in the
project. Findings will be discussed in depth.
Cycle 1: WRAS Scale
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The intention for Cycle 1 was to have participants begin to reflect on their white racial identity
and how awareness of concepts of racism and privilege would play out in an actual setting. To do this, I
asked participants to complete a digital version of the WRAS.
Planning Action
I conducted the recruitment for Cycle 1 simultaneously with recruitment for the entire study.
Over 50 white staff and administrators of varying levels of positionality across the institution were sent
personalized emails inviting them to join the study. Seventeen participants committed to the study,
although I received many responses from colleagues declining the invitation with elaborate rationale for
why they could not participate. I realized even the act of declining to participate was eliciting white guilt
and shame, which made me curious about the pressure white staff may have felt to be seen doing antiracism.
Because the study was conducted at the participants’ place of employment, only general
information about each participant will be provided to protect their identity. Table 2 describes
participant demographics.

Table 2
Participant Demographics
Gender

Divisions Represented

Positionality

Male (37.5%)
Female (63.5%)

Student Affairs (87.5%)
Academic Affairs (6%)
Mission and Ministry (6%)

Entry Level (37.5%)
Mid-Level (25%)
Director and Above (37.5%)

Once participants had committed themselves to the study, I sent them a digital version of the WRAS,
which they were asked to complete prior to their first interview. At the conclusion of the first interview,
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I showed participants their scores on the WRAS and asked them to reflect on how the scores made them
feel.
Results
Participants’ responses to taking the WRAS varied between describing it as “interesting” to an
exercise in “answering how I really would act in these cases, not just how I know I should.” Of note was
nearly every participants’ physical reaction to me saying, “we are going to look at your WRAS scores
now.” Most people began to shift in their seats and made some semblance of a nervous chuckle. A few
people said something to the effect of, “Oh here we go.” I was surprised by these reactions, especially
since the score review came at the end of an interview where vulnerable topics had already been
discussed. The concept of a score, or me being able to see something bare and unfiltered, caused
discomfort. Michelle plainly told me she had to push herself to be honest when taking the assessment.
She feared her honesty would make me lose respect for her.
Most participants did not express surprise at their scores and accepted them as data for their
own self-work. As I conducted Cycles 1 and 2 concurrently, I did not perform an observation step after
this. Tables 3-5 display mean scores for each item. Scores demonstrate participants were very unlikely to
negate the experiences of racism they hear or witness. They did, however, score very high on white guilt
measures, which, by the standards of the scale, are not always a negative thing. To realize something is
wrong with our racial dynamics, white people must realize the privileges they (we) have and
subsequently reckon with the associated emotions. In this way, guilt is positively correlated with antiracist inclinations and actions.

Table 3
Negation Measures
Negation Measures

Mean
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In a meeting, you are corrected for your usage of the term, “Blacks.” - You would think:
“Labels don’t really matter.”

1.53

In a meeting, you are corrected for your usage of the term, “Blacks.” - You would think: “It’s
not my fault – I can’t keep up with all this political correctness.”

1.30

You read a news story about white students at a large private university dressing in
“Blackface” for a theme party. - You would think: "I'm sure the students didn't mean any
harm."

1.38

One of your white friends uses the N-word in a joke and you laugh. - You would think: "If
Black people can use the N-word, why can't white people?"

1.00

You read a news article about a recent hurricane in which wealthy white people were able
to evacuate and the poorer Black majority was left behind; many people died. - You would
think: "That's not a race issue, it's a social class issue."

1.76

You realize that all characters on your favorite television show are white. - You would think:
"It wouldn't be realistic if there were a lot of minorities on the show."

1.20

You read a Civil War novel about American slavery that describes violent abuse of Black
slaves by white slave-owners. - You would think: "Slavery was awful, but people need to get
over it and move on."

1.07

Table 4
Guilt Measures
Guilt Measures

Mean

In a meeting, you are corrected for your usage of the term, “Blacks.” - You would apologize
and ask for the correct/appropriate usage of the term.

4.50

You read a news story about white students at a large private university dressing in
“Blackface” for a theme party. - You would think: "That's so awful. I hope they have to face
consequences for their behavior."

4.64

One of your white friends uses the N-word in a joke and you laugh. - You would feel small
and think about it for days.

4.28

One of your white friends uses the N-word in a joke and you laugh. - You would stop
laughing and tell the friend that you don't think racist language is OK, even when joking.

3.92

You read a news article about a recent hurricane in which wealthy white people were able to
evacuate and the poorer Black majority was left behind; many people died. - You would feel
sad and send whatever money you could to the relief effort.

3.42

You read a Civil War novel about American slavery that describes violent abuse of Black
slaves by white slave-owners. - You would feel depressed and sad about the history of racism
in the United States.

4.07
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You read a Civil War novel about American slavery that describes violent abuse of Black
slaves by white slave-owners. - You would think: "I wish there was something I could do to
make up for all the harm slavery caused Black people."

4.00

Table 5
Shame Measures
Shame Measures

Mean

You read a news story about white students at a large private university dressing in
“Blackface” for a theme party. - You would wish you weren't white.

1.76

You read a news article about a recent hurricane in which wealthy white people were able to
evacuate and the poorer Black majority was left behind; many people died. - You would hate
yourself for being white.

1.34

You realize that all characters on your favorite television show are white. - You would feel
bad for not noticing sooner and never watch the show again.

2.00

You realize that all characters on your favorite television show are white. - You would think:
"I don't care what the characters look like as long as the show is entertaining."

2.00

Cycle 2: First Interview
In the first round of interviews, I engaged participants in a reflective conversation meant to
prepare them to enter the group work space. I asked participants questions about their upbringing, how
they intervened in racism when they saw it, their perceptions of USD when it came to race, and why
they had agreed to participate.
Findings from Cycle 2 were complex and kept with the literature on how white identity is far
from monolithic (Cabrera, 2012) and how fluid white identity development is (Helms, 1990). Participants
gave nuanced answers, holding both incredible amounts of emotion while acknowledging the limitations
of their knowledge or ability to empathize. Every person agreed they had work to do as a white person.
The depth of the work the participant was able to articulate at the time or how long they had held that
belief varied, but everyone saw working towards anti-racism as critical in their work and personal lives.
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There was a clear separation in most participants’ descriptions of their WRID process that can be
best described as preeducation (childhood and usually early college) and posteducation. Preeducation
was defined by two main themes - colorblindness and negative stereotyping. Posteducation was defined
by racial cognizance and empathy largely born of cross-racial interactions and by watching racial
violence unfold. Findings will be subcategorized by each main question block and prevalent themes will
be discussed.
Color-Blindness
Though every participant had a unique story about how and when they came to understand
themselves as a racialized person, one clear narrative emerged about their upbringing: the presence of
colorblindness. Most participants named they had grown up in mostly white, if not all white,
neighborhoods with only a few folx of color present. One participant described it as, “My whole world
was really centered in whiteness...and I just thought in a lot of ways, that was how the rest of the world
looked as well.” While many participants had friends of color as children and recognized there were
differences between their own homes and those of their friends, they stopped short at calling it racial
cognizance. Rather, these interactions generally taught the participant the other person was different,
rather than they were white. When they asked parents about their friends, their questions were
generally met with responses such as, “Well they might look different, but they’re just like us!”
Religious identity was frequently named as a factor in the extent color-blindness was present for
participants. Most participants self-identified as having been raised either Catholic or in a Protestant
denomination. Caroline grew up in a very conservative Christian family and attended church three times
a week. Her church and family taught her to “love everyone” and she went on many mission trips to
mostly BIPOC communities. In high school, she invited a friend of color (who also identified as Christian)
to her church. As they left, he told her, “I didn’t expect to be the only Brown person in that place.” For
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the first time, it occurred to Caroline that her church was white at all. This was a catalyst to her racial
cognizance.
Sadie named her Catholic upbringing as a reason she did not see race as a child. “Love thy
neighbor was my parents’ philosophy,” she said. “Like we love everyone, we accept everyone. But the
way they went about that was, ‘but we don’t talk about race. We don’t see those things.’ We’re good
Catholics and we accept whoever.” Matthew also named the way colorblindness was perpetuated
through his religious upbringing:
It was always, we don’t see color, we don’t see race. We’re all just people. We treat everyone
the same. I think it’s kinda...I don’t know, Catholic Christians’ comforting way to reassure
yourself that you’re a good person or that you’re above racial issues, but it’s being blind to it in
so many ways.
Colorblindness persisted even in moments where it would have been easier to talk about race.
No comment by a participant illustrates this better than a story Sophia told of a school project in third
grade, where she and her classmates were asked to dress up and perform as a historical figure they
admired. At that time, Sophia was captivated by Rosa Parks. Sophia loved to sing, and it seemed sensible
to her that she would dress up as Rosa Parks and sing, “We Shall Overcome,” as her project.
When Sophia came home and told her mom that she needed a Rosa Parks costume, her mom
balked, not because Sophia wanted to dress up as a Black woman, but because Sophia led with, “I want
to be Rosa Parks, but I don’t know how to because our skin is different.” Sophia’s mother stumbled
through telling Sophia she should focus on the values she shared with Rosa Parks, not race.
“I think she genuinely thought that I could be anyone,” Sophia said. “Difference didn’t matter, I
think, was the tone she gave off in that conversation.” Sophia noted how despite her mom telling her
race did not matter, she refused to let Sophia put on any makeup. Adult Sophia was immensely glad for
that since she now recognized it as blackface, but she noted that it showed the knots her mom was tying
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herself into. She clearly saw race - she refused to let Sophia dress up as a Black woman, but by refusing
to name those differences to Sophia she perpetuated the idea that race did not exist.
When I asked Sophia what the outcome of the project was, she cringed. “There is a video of me,
this little eight-year-old white girl, singing “We Shall Overcome” in front of all these white parents who
are crying and clapping in the school auditorium.” She shook her head. “I just look at that now like….”
she said, making a noise of disgust and shuddering a little. “I hope you include this. It totally illustrates
the issue.” I assured her, I would.
Negative Stereotyping
While participants’ families went to great lengths to avoid talking about race, participants still
were confronted with negative stereotypes about BIPOC. Michelle talked about how a shift in her
community demographics caused a racist stir in her hometown:
I did not know of any people of color in my hometown until a low-income community was built,
and that was the first time that race became a conversation in my community. And it was a
negative one. People were not happy about this community being built and I didn't quite
understand why, but as those students who lived there integrated in my middle school, there
was a big stigma with the Hispanic students versus white students in my middle school.
Nathan talked about how he grew up in an incredibly diverse, industrial community where the
majority of people were of color. “I don’t ever remember not seeing Black people,” he said. Despite
white people not being the majority in his community, he still saw his parents generalize, “race and
violence and decreasing property values, things like that.” Sadie and James spoke to how critical
authority figures in their young lives, teachers and coaches, perpetuated racism. Sadie told me how her
teachers would, “pick out the tannest kids to be the Native Americans because it was going to be most
‘realistic’ for Thanksgiving plays at school.” The Civil War curriculum at her schools taught her that, “We
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saved Black people.” She summed it up as, “So race was acknowledged, but not in a positive way, or in
an educational way. It was in a very stereotypical way.”
James described his coaches as having perpetuated racism as:
Whenever we would play a team with Black kids, we'd get the message that we better be ready
cause it's going to be so much more difficult than we know. When we went to play at their
school or their field or whatever, that was also there in very subtle ways. We were made aware
that we were entering into a more dangerous neighborhood. We were leaving the safety of our
very white neighborhood.
Cross-Racial Interactions
Participants named college and graduate school as defining moments in their racial identity
development. For some, it was the first time they had ever considered their racial privilege or their
whiteness at all, and for others, they began breaking down the negative stereotypes they had been told
about BIPOC all their lives. Cross-racial interactions were often key to participants recognizing their
white racial identity and beginning to strive towards progress.
James had not truly confronted his privilege until his junior year of college when he became an
RA. He recalled the experience for me:
I remember through a student leader training thing, like an August training, there I was as a
junior, really still very clueless, but I was paired with a black female to have a one-on-one
conversation. I don't know what the prompt was, but I remember asking her something really
dumb and she was very gracious and kind, but also really clear and challenging me. And it made
a big difference. I don't remember exactly what she said, but the message I took was, ‘wake up,
open your eyes. Not everybody's lived the life you have.’
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Even still, James said, it took him many more years to connect the idea of his white racial
identity to his privilege. Michelle also named a close relationship in her undergraduate years as a
catalyst to her recognizing her white racial identity:
I didn't really dive into that too much until college, is when it really came about. My roommate
was Black and a huge member of the Black Student Center, and she began bringing me to the
events, talking to me about what it's like to be Black, her relationship with the police, with my
dad being a police officer. And her and I, having those conversations late at night had me start
being awoken to what it means to be white and what it means to be Black and the differences
that come in that, and the complexities that come in that.
John spoke to two friendships he developed in graduate school with members of his cohort, one
person identified as Black. Through the trust they had been able to build in the relationship, John said
that for the first time, he was able to “have my eyes opened to things. They were able to challenge me
in very powerful ways.” Those conversations, along with a program curriculum dedicated to DEI, pushed
him to continue his allyship.
Exploring their own identities in an educational setting and listening to BIPOC allowed
participants to develop a crucial empathy for others and set them on a path of desiring to be allies. They
sat with these experiences even years later, and used them to inform their thinking about racial
reckoning in the United States and their roles as educators. Participants did not see cross-racial
interactions as a crutch for white people to avoid their own identity exploration, but rather saw the
influential relationships named as ones they were immensely grateful for and did not expect from other
BIPOC in their lives. Without these conversations and the ability to hear the lived experience of another,
their allyship may have remained solely intellectual for much longer.
Anger, Grief, and Guilt
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Given the summer of 2020 and its clear motivating force for white people in the United States
and the field at large, I wanted to better understand how my colleagues had internalized the events.
Responses to this question set were full of raw emotions of anger, grief, guilt, and in many ways, people
felt stuck. Anger and grief were palpable. Caroline admitted, “I don’t know what to do with this anger
when there’s an injustice.” James named watching the killings of unarmed Black men, particularly the
murder of George Floyd, as making him want to cry out with anger, “What are you doing? Get off of
him!” John flatly stated, “I've always just sort of known to have a reverence for those who serve in
uniform and police or military. I think that's… I just… I don't, I don't buy that anymore. I don't. I don't.”
Grief was also present for many participants. Evelyn’s eyes were full of tears as she described
her reactions, particularly to the murder of Philando Castille:
For me, when I'm watching it ... often brought to tears. Because I see what's happening.... the
man who was shot in the back, I'm like, his babies were in the car. His wife was in the car, and
it's just horrific (voice breaks). And I’m also traumatized by what's developed within our
society... that's the first instinct for a police officer? Where is he coming from? What has he
learned? Why is he thinking that person is going to kill him? Why?
Sam noted how his white male identity created a complex holding space:
I think trying to separate the visceral reaction that comes first, of pain and heartache and like
the just sadness that kind of comes with something, again, something else, like something more
happening to somebody that's harmful or painful or death. And particularly around race, right?
The atrocities happening to Black people, men in particular from police, like it's just another
one, another one. And for the lens of knowing that I'm a white male, I'm not… it's not happening
to me in my identity group, but still feeling that sadness.
Alongside these intense “base emotions” as one participant named them, there was also a
feeling that perhaps these videos being shared on the news and social media were finally bringing an
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awareness that was irrefutable to the white population, which opened up doors wide for opportunities
for change in places even as white as higher education.
Losing Family and Friends
After discussing their upbringing, I asked participants a series of questions about their ability to
intervene in racism in their personal and professional lives. Answers to these questions were complex,
but one consistent theme that emerged was fear of challenging racism, particularly when hierarchy
(both in families or work settings) was present.
In participants’ personal lives, racism was often not named due to fear of losing relationships
with meaningful people, especially family elders or childhood friends. Sadie, who described herself as
incredibly quick to intervene in racist situations at work and in public settings, noted a difference in
herself at home:
I've had uncles make a comment and there's a lot of people around, and I know if I challenge it,
it could sacrifice that relationship. And so, there's been times where I haven't because I'm not
willing to give up that relationship. I prioritize that relationship rather than doing the right thing
that I know I should do…. and I think… I think sometimes also some of my friends will be like,
especially my friends from where I grew up, they'll call me ‘social justice warrior,’ ‘woke police,’
or things like that. And so sometimes it's like, “do I want to engage in this?” And most times,
yes, I don't really care about that, but I think sometimes those are the hesitations in my mind.
For some participants, relationships with family and friends had already been lost because of
calling out racism. Several participants named how their parents were seemingly falling victim to
disinformation campaigns and taking on more overtly racist beliefs. Both Julia and John told me, “I can’t
compete with the talking points on Fox News.” Julia talked about how her mother’s descent into this
bubble came at a familial cost - her children not wanting to spend time with their grandmother in her
final years of life. The pain of these losses was palpable, and participants held it close.
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Losing ‘Capital’
Despite the variety of workplace positions represented in the study, nearly every participant
named workplace hierarchy as a direct challenge to their ability to be anti-racist at work. Participants
named lack of support from university leadership, being ‘dis-invited’ from future committee work,
fearing being denied promotions, and not receiving recommendations for future employment as
reasons they felt they could not challenge racism at work. These findings directly support Robbins &
Jones (2016), Ashe (2012), and Ashlee (2019) who name losing political capital and lacking institutional
support as reasons professionals do not speak out.
Sophia named a situation where she caught something seemingly racist in materials given to her
by other colleagues. She asked her supervisor for advice on how to address it. She characterized that
conversation:
It didn’t give me the confidence to really be able to have that transparent conversation
with those colleagues because I felt like if it went back to my boss I was not going to be
supported or backed up. I think there’s the desire for conversations about race to happen, and I
still don’t think there’s things in place to have those well. I don’t really even want to say “people
to have your back” because it shouldn’t even be that way, but it does feel like that’s the best
sentiment for it, or just support from administration, I would say.
When I asked her to clarify why she wanted back-up and felt it needed to come from someone
with authority, she said:
My work is based on the people that you have relationships with, and people you have
good relationships with, and if they've been here for a long time, they have a lot more value. I
think people realize who is authorized in that way. In my experience when people challenge
them, even when it's not about race, they're often cast out or they're not brought back into the
conversation later on. It can even hinder future career paths like, ‘Oh, X, Y, or Z doesn't like you
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because you challenged them - you're not going to the meeting now,’ which I think is pretty
harmful.
Several participants felt they could have real conversations in their close work teams, but not
outside of them. David described the attempt to discuss racism outside of his work team as having to,
“deal with a lot more fallout because of the politics that are at play.” When I asked for his definition of
fallout, David replied:
I think fallout in particular... I think there's a lot of folks...and folks in higher positions...that are
very defensive and can easily play the defensive. You know, something that we're always told, at
least I was always told in my onboarding, is USD is a relational place. You have to work on
building strong, positive relationships with people because it will benefit you in the long run. I
feel that fallout looks like those relationships getting impacted negatively and having to repair
that relationship. And also, because of the politics that are at play, I do think it would impact my
work with those folks moving forward.
Michelle, despite self-identifying as very direct and quick to respond to racism in her personal
life, said the following about challenging racism at work:
Professionally? I'm learning this more about myself, I'm different depending on who says
something. So, if it is someone who's my superior, which is the majority of people, I am more
internally uncomfortable and won't always say something. I will recognize that I feel
uncomfortable and even have a distrust towards that person now, but I won't directly say that
to them.
When I asked her why she remained silent, her response was simple. She wanted to be
promoted at USD, and saw it as imperative not to damage relationships. She described this as,
“constantly on my mind.”
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Each time participants brought up the word, “administration,” I asked them to define who they
were thinking of. While there were some variations, the most common answer was, “director and
above,” with a particular focus on Assistant Vice President (AVP) positions across the university. Vice
presidents and the president were named too, but perhaps less so due to the lack of access participants
in the study had to them, whereas many participants had frequent interactions with directors and AVPs
across campus divisions. I found myself wondering if this perception of a sensitive, petty administration
was restricted to those not in those positions. So, I asked my participants higher on the ‘hierarchy’ what
they thought. Their responses were sobering. One participant thought carefully before answering:
I know some people have that ability to be like, ‘the institution hasn't done this better,’ but I
know I am the institution. And even though maybe I have a different title or a higher title,
sometimes I feel like I don't have a lot of influence or power and that's frustrating.
Someone else was frustrated at what they saw as caution from upper administration when it
came to addressing racism. They described it as:
Like we can have a great plan and idea, but are we going to have to go to HR or the VPSA council
and they have conversations there where our work might get watered down to the point where
it's not as impactful or supportive as we're envisioning?
Perhaps the most indicative response was the briefest, “I bite my tongue. A lot.”
An interesting point of this theme was that participants, regardless of what they perceived to be
their ‘place’ in work hierarchy, all offered that they would always call out racism with students. This is
incredibly illuminating and supports the claim that white staff teach, but often do not engage their own
reflection. White administrators and staff called it a “duty,” a “responsibility,” to educate white students
causing harm and claimed they always would step in, but this commitment stops short when it comes to
peers or superiors, further demonstrating how power informs allyship.
A Reactive and Performative Culture
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I asked participants to expand their scope from their own professional challenges to the overall
culture at USD when it came to developing an anti-racist institution. Participants saw positive change
and exciting opportunities, but reserved a healthy level of cynicism about just how much, or how fast,
USD could change.
Participants were excited by new institutional projects such as equity assessments and common
reads. President Harris was seen as a positive leader, though participants noted how long it took for
campus wide emails to be sent and commented on how inauthentic they seemed. Some participants
named that in their tenure at the university, they truly had seen positive change, though they
acknowledged the journey was far from over. Evelyn succinctly narrated this tension as, “I wouldn't say
that we're in a good place. I think we're in a very aware place, a much more aware place than we were.”
Participants were generally frustrated by a ‘reactive culture’ to incidents of racism. John seemed
tired as he told me about meetings ‘after the fact’ saying, “I think there’s a challenge around, “Oh, that’s
a good idea!” Yeah. It was also a good idea when someone suggested it before something bad
happened.” Michaela named this reactive culture as:
We're always like "Oh, this happened and let's put out a statement." I feel like we don't often
see a lot of follow through on the promises that we make in those statements, and it's
challenging because I see how that happens, like through administrative processes that exist.
Everybody is tapped. We don't necessarily have the resources to be consistently doing this work.
And I feel like we know at this point, like we need more resources directed towards this. This has
happened and will happen again. So how do we not just constantly be acting in a reactive way?
And this year, in some ways, I feel like I've seen more progress on that front, like the chief
diversity officer, and in other ways, I don't feel like much has actually changed.
Victoria spoke excitedly about how Dr. Harris’s campus emails were something she had never
seen in her career prior to USD, but seemed to talk herself out of her own excitement. “I mean...I’m
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like...that’s great that we have these words, but where do I see it in action on campus?” David
concurred:
I think I’ve seen USD respond with a lot of a lot of words and a lot of… a lot of reaction versus
being more proactive in their approach to dealing with racial violence and white supremacy and
racism on campus. Oftentimes they're responding to demands that are set forth rather than
coming up with ideas themselves and rather than sitting down at the table and figuring out,
‘what can we do better?’ It's responding to demands that are put forth largely by folks of color
and Black folks on campus who are putting in the time, energy and labor to do that.
Several participants named a feeling of surprise and disappointment in their careers at USD.
Despite the right words being said, they saw no real changes happening. Michelle described a sense of
whiplash when she realized what the culture at USD was actually like:
I came to this university with the assumption that folks had it together and knew how to be
inclusive, especially professional staff and faculty. That has not been the case. That
incongruence frustrates me and also makes me question USD as a whole, their integrity within
their mission.
Nathan was blunt in retelling his arrival at USD. “I was very aware of when I got here, how white
leadership was.” He went on to describe hiring processes he had served on where consistently, white
candidates were pushed forward and ultimately hired, often at the insistence of colleagues who, “talked
about diversity all the time.” His eyes opened wider. “I'm like, ‘this is the time to act on it.’” Nathan had
directly named this incongruence before to colleagues, but to no real avail.
Cycle 3: Group Work
Cycle 3 took place over the course of four months in the Fall 2020 semester and in January of
2021. Each week for 16 weeks, each group met for an hour at a mutually agreed upon time to discuss
the assigned chapters of “Me and White Supremacy” (reading schedule in Appendices). To understand

32
the findings in this cycle, it is critical to understand the process of engaging in the group work as
directed by the author of the text, Layla F. Saad.
“Me and White Supremacy” has a clear orientation towards how the book should be used in
group settings called, “The Circle Way”. Ms. Saad is clear in explaining her request that The Circle Way
be used as a container for group settings, as the methodology of this system is time tested, nonhierarchical, structured yet flexible, capable of being used in many group sizes and settings, and is
simple and easy to use, yet powerful (Saad, 212). The Circle Way is adapted from the work of Christina
Baldwin and Ann Linnea and explained fully in their 2010 book, “The Circle Way: A Leader in Every
Chair.” For the purposes of this paper and understanding of the group process, a brief overview of The
Circle Way will be provided.
Participants engaged in a variety of roles throughout The Circle Way. The host is responsible for
that session’s coming together and coming apart. The guardian role is one of self-governance, watching
the group’s energy and process. If the guardian feels that a pause is warranted, they will use a soft noise
of some sort (chimes, guitar strings, etc) to call the group to silence, and then offer why they called a
pause (Saad, 219). While I served as the host for the first and last sessions of the group process, each
week a volunteer signed up to be the host or guardian for the next session. I was deliberately removed
as the ‘leader’ in this way, though I often did provide logistics updates at the end of the session if
prompted by participants.
The roles and shared leadership led to a formulaic approach to each session, which provided
stability and centering. Each week, the host would offer a ‘check-in’ to everyone, bringing everyone into
the work. Check-in topics ranged from reflections on the Thanksgiving holiday, emotional space for the
2020 election cycle, or the host offering a song or poem to ground the work. The host would then lead
the group from chapter to chapter as it seemed conversations were clearly entering into the next topic
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or everyone had shared what they could. At the hour mark, the host would close the space through
gratitude, reflection, or a checkout.
Because each week followed chapters that focused on a certain topic (e.g., anti-Blackness, white
centering, white feminism) it is impossible to report every conversation around every single topic
provided by the author. A collection of salient themes that threaded through many conversations will be
provided:
Leveraging Privilege
Throughout the weeks of the reading group, one thing was clear - participants very much
wanted to be good allies. Some participants named wanting to be coconspirators, but mostly,
participants named ‘allyship’ as a place they were striving for. Everybody was willing to give up privileges
and deeply desired to learn about racism and white supremacy. For some, this was work they had been
attempting for years, for others, the events of the summer of 2020 had pushed them to finally face
racism. The trouble became that giving up privilege was not easy to do.
As participants recognized the ways their privilege had benefited them, it was challenging to
even begin to see where to give it up or how to leverage. It was everywhere. As someone concisely put
it at one point, “I have privilege, and I like it.” That single sentence lay at the crux of many of the
conversations - well intentioned, deeply motivated white people struggling to give up something they
ultimately knew benefitted them. At one point, Victoria said, “I don’t have to be a product of my
environment. I can choose.” What perhaps went left unsaid was how elusive that choice often is.
One segment of the participant pool, however, seemed to be able to conceptualize why antiracism was important to them differently than others. Participants who identified as parents, no matter
how old their children were, articulated that striving towards anti-racism was for the generations after
them. This was different from motivations non-parents gave, which were often centered in more
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universal moral arguments or ethical approaches. Parents recognized that they had to be taking
consistent action and striving to leverage privileges, because their children were watching.
Exceptionalism
A distinct and always present nuance to the conversations was the dance of desiring to be an
anti-racist ally and not being fooled into thinking one was an exceptional white person. At times,
participants leaned heavily into exceptionalism as a way to demonstrate the strength of their work as
compared to ‘other’ white people who were engaging in more overt forms of racism.
The 2020 presidential election brought easy fodder for this comparison. Some participants
(including me) used political affiliation almost synonymously with the word anti-racist. While political
engagement can certainly be a form of anti-racist action in one’s community, I sometimes wondered if
what I and others were really saying was, “Democrats are not racist like Republicans, therefore, if I am a
Democrat, I am not that racist.” One participant, Sam noted this when he shook his head at one point
and said, “Man, my equations are way off,” in reference to how many white people were engaging in
overt forms of racism during the election cycle. “I guess I just thought that there weren’t that many
people left who still thought...that.” This tension also came up during the chapter entitled, “You and
Your Friends,” where many participants, including me, named that we had culled our social circles to
only reflect those who shared our values after the 2016 presidential election. Some participants claimed
they had no ‘really racist’ friends anymore. I took in this dynamic and noted it as a theme. Later, a
participant frustratedly told me she felt that session had been “a circle where we were just like patting
ourselves on the back for being good white people.” She continued:
I think the point of that chapter was you can have friends who are liberal. You can have friends
who are committed to justice and liberation, but they can still do racist things. I feel like we
didn't even mention that because everyone was so quick to be like, ‘my friends are not racist,’
which is literally what we were teaching our student leaders is not enough and everyone's racist.
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So, I just was like... it was this moment where I felt like it was way too affirming and people just
completely missing the point. People conflated being a Democrat with not being racist and it
just really spiraled away from the point.
This illustrates the dangers of white groups – sometimes, and without careful intervention, the
focus gets lost.
Knowing that one was engaging in white exceptionalism and wanting to stop, but also wanting
the benefits of being ‘good’ were layered. Victoria described it as, “I want to be seen as the good white
person! It’s like a mission!” Multiple group members affirmed that they too struggled with this. John
described how sometimes he felt showing up as “visible” as a white man was a “double edged sword.” If
he did not show up in a visible way against racism, he failed BIPOC around him. If he did show up, he did
not want to center himself as a white man, or be centered by others. He wanted to allow others to take
up their power, but sometimes realized that led to him not saying enough.
Sophia tied her desire for goodness to her values. “I value excellence,” she said. “I want to be
recognized for being good. But ultimately, I’ve realized it’s tied to fragility.” She admitted that being
seen as ‘good’ made her less anxious that she was doing something racist. She was working on
understanding that even as someone dedicated to anti-racism, she could, and would, still commit errors.
That did not make her good or bad. It made her a white person, and she had to see her fullest humanity
to make progress.
White Supremacy at USD
As the weeks went on, participants began to connect what they were reading to systems at USD
and identify ways they needed to start taking different action. Themes from the interviews began to
resurface, especially around the idea of a reactive, slow, and defensive culture.
The groups talked about the idea of meritocracy and how USD, in their eyes, fully bought into
this white ideal. Multiple participants talked about giving advice to students about, “if they just tried
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harder,” things would turn around for them. While in some cases this may have been at least partially
appropriate advice, participants realized that just telling a student to put more effort in often was
completely missing the point - did that student feel like they belonged in the first place? Did that
student have the resources prior to USD to succeed? What was this student going through, actually?
One participant saw this ignorance as contributing to the reactive culture at USD and rewarding the
already successful. “We do a great job of triaging when things blow up, and helping those who are most
successful continue to be successful. But we don't help those who really need help."
Participants began to realize ‘advice giving’ often was code for tone policing. Tone policing is
when a BIPOC person is asked to state their feelings/observations/experience in a way that white people
can hear without having their fragility poked. Students were not the only ones who suffered from this.
Some of the most painful conversations of the entire process were around tone policing and antiBlackness. One participant admitted their Black colleagues had given them a list of things they wanted
brought up in a meeting that they knew would only be heard if a white person said it. This was not, it
turned out, a unique experience, (I and others shared it) and it clearly demonstrated a disparity in how
Black employees are received by white supervisors and teams. One participant named he had recently
come to realize that instead of offering good advice on how to succeed at USD to a former Black
supervisee, that he had been “dimming this person’s light.” This vulnerable recognition led to
conversation about how white staff needed to be, “creating systems where everyone's story can be
heard and celebrated," rather than encouraging BIPOC staff and students to fit into the majority culture.
Challenging the Culture
This then led to the question of, how do we change the culture? Most participants, while
recognizing that they needed to be doing much more, were frustrated and felt things would not change
quickly or even at all due to lack of support from leadership. Participants were exasperated at the
amount of task forces put together and the lack of action seen or even communicated from them. One

37
participant bluntly stated, "When we're reviewing, we don't have to be doing." The avoidance of ‘doing’
and lack of “activist muscle” often played out in moments when racism was challenged interpersonally
in the workplace. One participant described this as:
I feel like a call-in damages a relationship so badly that the person who was in the right (pointing
out the racism) has to then reach out to the person who did something racist and repair the
relationship despite not thinking they are wrong. Which is not the point.
Other participants talked about how to get the message across that USD was deeply mired in
white supremacy. Sophia named a push and pull between “honey and vinegar.” Was a quiet, subdued
call-in that coddled someone ultimately a good strategy if it meant that person would hear the
message? Or was vinegar, a more abrupt, clear approach the way to go? She had tried both, and neither
had been particularly successful, but vinegar had less successful outcomes. Using exclusively ‘honey’,
however, felt out of line with her values and too coddling, too protective of white feelings. One
participant identified that he was beginning to realize that in some ways, he was on his own, and he
needed to lean into that. "I need to take responsibility, take it upon myself to ensure diversity is not just
a checkbox for upper leadership. They only care about numbers and looking diverse. So, I have to do
something about that at my level.” Nathan agreed that staff needed to stop waiting for a magic bullet
and needed to be doing far more to educate white majority students. He bluntly stated, “What are we
actually doing for our white students? They're just fabulously living at Mission Beach and just being
white."
Closing Commitments
In the final journal prompts in Me and White Supremacy, Ms. Saad asks readers to make
commitments to fighting white supremacy. In the final session of our group work, participants made
these commitments public by creating a slide on a slide deck I had prepared. They shared these
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commitments with the group, who then offered the presenting member a metaphor for the strengths
and opportunities for growth they saw in their anti-racism practice.
This metaphor activity was directly inspired by Appreciative Inquiry, allowing the group to see
the strengths they brought and elevate, if at least briefly, above white guilt and see themselves as
capable of enacting change. Given the intensely personal elements to these metaphors, they will not be
shared in this paper, but the exercise was emotional at times. It also stood in direct conflict with the
culture participants had named at USD of not giving feedback or affirmation. In the final interviews,
participants named the metaphor activity as having been incredibly powerful and illuminating for them
to understand how they were seen, for good and for bad.
Commitments were varied - most participants wanted to continue their reading, listening, and
watching resources to further gain knowledge. A few named that they were committing themselves to
attending a protest for the first time, though they hoped the occasion would not be soon. Perhaps most
importantly, participants committed to tangible action that would have direct impact on those they
worked with. Michelle wrote: “I will release fear and commit to a full adoption of integrity with what I
post, say, believe. I will call myself on performative/optical activism.” Victoria committed to, “Leading
with empathy in my day-to-day work and work to create an inclusive space for all of my employees and
any student who walks through the door.” James said, “I will speak the truth even if my voice shakes.”
John wrote, “I don’t have to be an expert on issues of race to be involved in this conversation and to
effect change; nor will I use my introversion or perfectionism as excuses to stay silent or do nothing.”
Cycle 4 - Final Interviews
After the conclusion of the reading groups, the last activity participants engaged in was a closing
interview. Planning action was needed to ensure the success of this cycle.
Planning Action
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To prepare for the final cycle, I reviewed the questions I had written many months before. I
realized that many of them were not relevant given the learning that had taken place over the course of
the 16 weeks. To allow a more direct, reflective process, I omitted several questions and focused only on
those questions that asked about the participants’ impressions of the study and the impact they felt it
had on them. These interviews were approximately 30 minutes long. Participants found being in the
study to have been helpful to them in several ways.
Increased Intervention Skills
At the beginning of the study, participants indicated they shut down when it came to
challenging racism at work, especially with those in higher positions. Many participants named that as a
result of the study, they had overcome some of their fear. Michelle, who had been silent for fear of
being denied a promotion, said:
I've noticed myself being a lot more blunt and clear when any sort of even borderline
racist things are said or something that could be interpreted as racist or something overtly
racist. I've been a lot quicker and clearer in my confrontation of it... and then meetings that I've
had, which traditionally, like I shared in our first meeting, I didn't really, I wouldn't say much, but
now I've been able to vocalize both to two superiors, ‘this is something that's not sitting well
with me. And this is what I have interpreted. Let's unpack this and possibly change it’.
Victoria named similar sentiments:
Being in this group and reading this book made me feel more comfortable in
that situation saying something. Like I can't be… if I'm going to get fired because I speak up for
someone in a meeting, that's not a place I want to work anyways…. So that's an area where I
was like, ‘Okay. I feel really empowered to listen and like help if I can.’
David reflected on how participating in the study had made him realize that he was not as great
at calling out racism as he had once thought:
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I also was able to kind of uncover the reason I feel more comfortable doing it in the few times
that I have in the professional setting is because I'm usually surrounded by other white people
who feel similarly as me. So, kind of having that realization of like, “okay, I literally rely on
whiteness and white comfort to confront white supremacy in the workplace,” I think shifted my
mindset, that's literally part of the problem is that I need to be with someone else who's going
to back me up, or who's going to have the same opinion as me or who, is also ready to advocate,
for me to say something. And that is a huge detriment to my colleagues, especially my Black
colleagues.
This realization made David realize that to truly practice anti-racism, he needed to intervene
even if he was alone. He was nervous, but he knew what he needed to do to confront racism at home
and at work.
Actions at Work
Participants were excited and motivated, while still sometimes cynical or nervous, about
advancing anti-racism in their own areas. Some participants were directly examining programs they
were responsible for, some were working with their staff to create new opportunities or training as a
result of their learning, and others were critically examining their own professional identity and power in
ways they had not before.
Julia told me that the study had reshaped her perception of her professional identity, and
subsequently, her anti-racism:
What that really informed me is even if I don't see myself as having that authority or
responsibility, if that's the perception from others, then I need to make sure I'm doing the work
to honor that and making sure that I am calling out when I can call out and call in....and so, to
really, honor that, and what I mean by honoring that is, is using my voice and attending to what
may be going on for others in a way that maybe I haven't done. And because that's how I
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experienced my place here, I assumed other people did too. That was a really powerful lesson.
And all the responsibilities that come with that.
Sadie said being in the study made her realize that power dynamics hindered her anti-racist
practice more than she had realized. She had wanted to make a challenge in the group work a few
times, but had refrained due to positionality in the space. She said:
This has removed a blind spot for me - this is an area I still need to work on. When something
like that happens, I need to pause and think about how I react in other situations in order to
bring that into this situation...I think it helps me be aware that maybe if there is a situation
where there's power or I have to give up some of my privilege, it might still be harder for me to
challenge those.
Staying Committed
Participants were well aware that like any commitment, sometimes, things could slip, but were all
determined to hold steady and pick back up if they made a mistake. A few people were looking for
another group to do anti-racism work with for the accountability factor. Perhaps David summed it up
best as, “I will make mistakes and, and chicken out at certain points and stuff. But I will need to continue
pushing through that to a place where we can have that accountability.”
Limitations
Participant Diversity
Though there were a high number of participants and a diversity of positionality and gender, the
participants were mostly situated in the Division of Student Affairs. While this is not surprising given that
Student Affairs is often on the frontlines of student advocacy and activism, it is an incomplete study of
the campus climate on employees in their fight against racism. My own positionality as a Student Affairs
employee also likely caused more Student Affairs professionals to join the study because they knew me
and wanted to help me.
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In particular, I recommend that this study or something similar be replicated in faculty settings
and in University Communications. Faculty are a key group that students interact with in their college
journeys, and University Communications ultimately are responsible for the language we use to the
outside community. Their words matter, and according to participants, sometimes did not go far enough
or even grasp the point in the first place.
Group Work
Due to the COVID-19 pandemic, the entire study was conducted through Zoom meetings. While
this did not have much clear impact on Cycles 1, 2, and 4, it was sometimes challenging to conduct the
group work through Zoom. When I compared my own personal experience of participating in an inperson process around Me and White Supremacy before, the Zoom space sometimes did feel easier to
drift off in, or had additional distractions such as family/pets in the background, lack of a private space
to participate, or technical issues.
Current Events
While I hesitate to call this a limitation of the study, it would be foolish to not name the
immense impact of outside events in our space. COVID-19, the 2020 election, and the racial uprising of
the summer of 2020 were mentioned nearly every week. Each one of us was living through a global
pandemic, an intense presidential campaign, and a moment of racial reckoning while balancing the
obligations of our lives - raising children, aging parents, the death of loved ones from COVID, working in
a field highly impacted by COVID, economic instability, and more. Many participants named the tension
of feeling absolutely exhausted and at a very low emotional baseline, and also recognized that
whiteness provided a reprieve from the toll of racism adding to this tiredness. Regardless, reflections
may have been richer if participants had more head and heart space.
Recommendations
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This study has demonstrated several important findings for the campus community. Given some of the
clear differences displayed in positionality throughout the study, recommendations will be offered for
the entire campus, and for specific professional levels.
Improving Campus Climate
Throughout the study, it was clear that campus climate needed to change in order to allow
employees the space to challenge racism without direct professional consequences that pushed the
institution back even further in its goals. Recommendations are provided below.
Transparency
One key theme that repeated itself throughout all four cycles was the desire for transparent
leadership on campus. There were many assumptions about how and what upper leadership discussed
when it came to race and racism. Much angst and frustration could be avoided if meeting notes were
published in a transparent fashion to allow accountability from the campus community. More
transparency from upper leadership on key matters would likely increase overall trust in administration,
boost morale, and allow for more clear and authentic dialogues around race. In addition, departments
should be transparent about their policies, practices, and procedures so accountability and feedback can
be offered.
Trainings
There is no shortage of training on campus about microaggressions and other educational pieces
of anti-racism work. However, it is clear from this study that if real change is to happen, deeper work
needs to occur than attending a one-hour training once a semester. Anti-racism work is constantly
riddled with mistakes, setbacks, and new information. It is work of healing, not intellectualizing, and the
work of transformation, not gatekeeping. If real change is to happen on campus, it is not going to come
from our heads, but our hearts. In particular, USD must be attentive to the finding from Cycle 2 that
religiosity was a key factor in participants striving for colorblindness. USD attracts many Christian
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(Catholic and Protestant) employees due to mission and values. We must be mindful it is likely that
white employees were raised in a setting that did not talk about race, and carefully consider how to
express our commitment to anti-racism in employee onboarding.
Obviously, onboarding is not the only time an employee should hear about anti-racism. Many
participants wished USD had a group of employees dedicated to racial justice in a formalized group. By
the time this paper will be submitted for review, the Administrators for Racial Justice, a multi-racial
group formed to develop racial justice and healing spaces on campus for employees, will be about
halfway through a pilot. This is an incredibly encouraging development and I applaud my colleagues who
have given their time and labor. I am sure they would agree with me saying, even this group still will not
be enough to stop white supremacy on our campus. It will take professional development funding being
directed towards anti-racism efforts, institutional funding given to faculty to advance their work, and the
commitment of supervisors to ensure their employees are working towards anti-racism, among other
things, to change the culture.
Professional Responsibility
One of the most complicated and important findings of the study was the ways authority and
hierarchy play into anti-racist aspirations at USD. Employees struggled with what to do in their roles
given their perceptions that leadership was unwilling to do real work on anti-racism, and those with that
leadership role in the study still struggled to lead with anti-racist intentions. Recommendations for each
‘level’ within the field are below.
Entry Level Professionals
Entry level professionals clearly demonstrated a feeling of frustration in their roles, feeling as
though they were often left on their own to fight racism and at odds against upper leadership or their
own supervisors. Some of this challenge was due to a lack of clear ties to anti-racism in their
professional duties. One participant said to me dejectedly, “I guess I don’t see much in my role that

45
would align with this work.” By the end of the study, she had been able to take up authority in her
position, however ‘small’ it may have been, and start to make some changes. I encourage entry-level
professionals to see themselves as responsible for change on campus. This is especially important, as
entry-level professionals in the field often directly supervise students. There is ample opportunity to
consider anti-racist action in entry-level roles, and focusing so much attention upward while holding no
accountability for oneself does not an anti-racist make.
Mid-Level Professionals
While one could argue that a director is a mid-level professional, for the purposes of this paper, I
will include directors in the next category based on participant understandings of power at USD. Midlevel professionals are often supervising staff while directly implementing programs, department goals,
and outcomes. They may be on more committees but have less seats at ‘the table’. Mid-level
professionals also struggled to identify clear ways they could contribute to campus change, feeling as
though they had little to no power in the organizational structure. I invite mid-level professionals to
consider how others see them, or better yet, ask. They may be surprised what they learn. Mid-level
professionals often hold a unique place of spending considerable time with students, while also
managing up to their supervisors, and their professional examples of striving towards anti-racism and
finding the courage to push back against their own supervisors may be a key factor in making changes.
This is a challenging position to be in, no doubt, but could be made easier if upper leadership can make
their own changes to empower mid-level professionals to enact changes necessary in their departments
or hiring practices.
Director and Above
It was clear through participant responses that leadership was perceived as defensive and
punitive. I have no doubt this is difficult to read, especially for leaders on campus who this feedback is
directed to. We cannot and will not make progress about race if everyone is tangled up in ego,
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personality, or institutional politics. While striving towards anti-racism is everybody’s responsibility,
white leaders at USD must realize, like Julia did, that their words and inaction (perceived or real) matter.
Like it or not, upper leadership sets the culture in ways an assistant director or a coordinator simply
cannot. Their reach is larger. Unless we do away completely with our hierarchical system of positionality
(highly unlikely), executive power is a simple fact of navigating work. If issues of racism are brushed
under the rug, not directly called out, or talked about only peacefully in the context of Catholic dignity
through a campus wide email, the true humanity of those on our campus who suffer from racism is
stifled. I encourage upper leadership to be braver, more vulnerable, and own up to mistakes.
Personal Learnings
I started this journey with two research questions in mind:
1. How can I better understand my own white racial identity and inspire white colleagues to do the
same?
2. How can I improve my own racial stamina as a white person and increase my capacity for antiracist action on my campus?
Prior to this last year, much of my personal anti-racism journey had been intellectualized. When
challenged about my own complicity in the systems of white supremacy, I was able to manage my inner
turmoil through a cognitive process of rationality – I had read about this, I knew what this was – but I
was reticent to hold the emotions I felt inside and explore them.
This research allowed me to truly access parts of myself that I had needed to reach for some
time. I realized that much of what had motivated me to show up in anti-racism work was anger - I was
furious at injustice and wanted to stop it. Through the gifts my participants offered me - the story of
their lives and their complex wranglings with race and racism - I realized that I too, needed to give back
the same way. It showed me the extent to which I was gatekeeping others in my anti-racism, waiting
and watching for someone to slip up, not so I could educate, but so I could release even an ounce of the
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anger I felt. Over time, I had built a tower of books and webinars and movies and ultimately, had turned
into the professors I hated so much my first years of college. I was the one in the ivory tower, looking
down and calling out, “racism!” as a way to, yes, seek justice, but to also protect myself from hearing
the same. I offered very little humility or warmth; the very things that had helped me come to my own
understandings of being white.
I was unexpectedly humbled by those who were parents. I realized in many ways, I had wanted
to be anti-racist because I knew it was the right thing to do, not because I was thinking about the future
beyond some vague construct of achieving an equitable society. As participants leaned into their parent
identity, and spoke about how they wanted to raise children who were not colorblind, who would be the
change in the world, who would do right by future generations, I often found myself overcome with
emotion and grasping the enormity, and potential simplicity, of the task for the first time. Small actions
taken mattered, and they mattered in the context of others.
That may be the ultimate crux of what could change USD. Alone, we achieve very little.
Together, we can change everything. Prior to this, I had often felt alone at USD in challenging racism. It
turns out, a lot of people feel this way, and yet, no one is talking, and everyone is judging. White
supremacy tells us to be independent, to not rely on others. Liberation invites us to join together. As I
said in the beginning, I have seen changing our campus to be a professional responsibility for some time,
but, perhaps, for the first time, I feel it. I am inspired by the words of activist, academic, and artist Lilla
Watson. “If you have come here to help me you are wasting your time, but if you have come because
your liberation is bound up with mine, then let us work together.” Let us work together, USD, white folx,
to do better.
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Appendix A: WRAS Scale
Thank you for being part of this project. This survey entails the White Racial Affect Scale, which is
meant to help the participant think more deeply about their responses to common scenarios and
track common behaviors white people engage in.
Results will be analyzed and reported in aggregate form. Participants will be given their individual
scores as part of the initial interview process. All identifiers will be deleted and participant names will
be changed to participant numbers. Please answer each question as honestly as possible - and take
note of the thoughts going through your mind and the ways you might physically feel.
This scale is adapted from the work of:
Grzanka, P. R., Frantell, K. A., & Fassinger, R. E. (2020). The White Racial Affect Scale (WRAS): A
measure of White guilt, shame, and negation. The Counseling Psychologist, 48(1), 47-77.
https://doi.org/10.1177/0011000019878808

Premise: Below are situations that people are likely to encounter in day-to-day life, followed by
several common reactions to those situations. As you read each scenario, try to imagine yourself in
that situation. Then indicate how likely you would be to react in each of the ways described. Please
rate all responses because people may feel or react more than one way to the same situation, or
they may react in different ways at different times. For example:

You wake up early one Saturday morning. It is cold and rainy outside.
a) You would call a friend to catch up.
b) You would take the extra time to read the news.
c) You would feel disappointed that it’s raining.

1--2--3--4--5
not likely
very likely
1--2--3--4--5
not likely
very likely
1--2--3--4--5
not likely
very likely

In the above example, I’ve rated all of the answers by highlighting a number. I highlighted a “1” for
answer (a) because I wouldn’t want to wake up a friend very early on a Saturday morning –so, it’s not
at all likely that I would do that. I highlighted a “5” for answer (b) because I almost always read the
news if I have time in the morning (very likely). I highlighted a “3” for answer (c) because for me it’s
about half and half. Sometimes I would be disappointed about the rain and sometimes I wouldn’t – it
would depend on what I had planned.
Please do not skip any items – rate all responses.
In a meeting, you are corrected for your usage of the term, “Blacks.”
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1
(not
likely)

2

3

4

5 (very
likely)

You would think: “Labels don’t
really matter.”
You would apologize and ask
for the correct/appropriate
usage of the term.
You would think: “It’s not my
fault – I can’t keep up with all
this political correctness.”

You read a news story about white students at a large private university dressing in
“Blackface” for a theme party.
1
(not
likely)

2

3

4

5 (very
likely)

4

5 (very
likely)

You would think: "That's so
awful. I hope they have to face
consequences for their
behavior."
You would wish you weren't
white.
You would think: "I'm sure the
students didn't mean any
harm."
One of your white friends uses the N-word in a joke and you laugh.
1
(not
likely)

2

3
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You would feel small and
think about it for days.
You would think: "If Black
people can use the N-word,
why can't white people?"
You would stop laughing and
tell the friend that you don't
think racist language is OK,
even when joking.
You read a news article about a recent hurricane in which wealthy white people were able
to evacuate and the poorer Black majority was left behind; many people died.
1 (not likely)

2

3

4

5 (very
likely)

You would think: "That's not a
race issue, it's a social class
issue."
You would feel sad and send
whatever money you could to
the relief effort.
You would hate yourself for
being white.
You realize that all characters on your favorite television show are white.
1 (not likely)

You would feel bad for not
noticing sooner and never
watch the show again.
You would think: "It wouldn't
be realistic if there were a lot
of
minorities on the
show."
You would think: "I don't
care
what the characters look like
as long as the show is
entertaining."

2

3

4

5 (very
likely)
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You read a Civil War novel about American slavery that describes violent abuse of Black
slaves by white slave-owners.
1
(not
likely)
You would feel depressed and
sad about the history of racism
in the United States.
You would think: "I wish there
was something I could do to
make up for all the harm
slavery caused Black people."
You would think: "Slavery was
awful, but people need to get
over it and move on."

2

3

4

5 (very
likely)

55
Appendix B: Interview Questions - Cycle 2
1.

Questions about Professional Life
a.

How long have you worked in higher education?

b.

How long have you worked at USD?

c.

What was your journey to your career and where you are today in your professional

life?
d.
2.

What is your proudest achievement in your professional life?

Questions about Childhood and Recognition of Race
a.

Tell me about your childhood? (where you grew up, the neighborhood, etc.)

b.

What do you remember about conversations about race that you might have had

as a child?
c.
3.

When was the first time you recall being white?

Questions about Current Events
a.

Over the last few years, there has been tremendous increase in the visibility of

violence and racism against Black and other people of color. Can you tell me more about
your feelings and thought process when you see these acts in the media?
b.

Can you tell me more about your feelings and thought process when you see these

acts play out in your current home community?
c.
4.

Tell me more about the ways you have seen USD respond to these incidents?

Questions about Self Understanding
a.

How would you describe yourself when it comes to intervening in racism when it

occurs in your personal life?
b.

Your professional life?
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c.

How do you see your professional role of a higher education educator as connected

to disrupting racism?
d.

Do you see yourself as ‘white’ at work?

e.

What assumptions do you have about the experiences of our Black, Indigenous,

People of Color on campus? This includes both our colleagues and students.
5.

Goal Setting
a.

Why did you join this study?

b.

What are some goals that you have going into this process?

c.

What intersecting identities, if any, do you feel will be present in your work towards

anti-racism?
6.

‘Score’ on WRAS Scale (show the score)
a.

This is what your scale showed…tell me about your reactions to the results.
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Appendix C: Reading Schedule - Group Work
Date
October 22

Preparation

Roles

Part 1: Welcome to the Work (p. 1-24)
The Circle Way (p. 211)
Journal: Set aside five minutes and do a stream of
consciousness/free write presencing yourself to your "why" for
this work and what comes up for you as you enter into it.
Day 1: You and White Privilege (p.33)

Host: Allie
Guardian:

Day 2: You & White Fragility (p.40)
Day 3: You & Tone Policing (p.46)
Day 4: You & White Silence (p.53)

Host:
Guardian:

November
5

Day 5: You & White Superiority (p. 60)
Day 6: You & White Exceptionalism (p.67)
Day 7: Week 1 Review (p.73)

Host:
Guardian:

November
12

Day 8: You & Color Blindness (p.77)
Day 9: You & Anti-Blackness against Black Women (p.86)
Day 10: You & Anti-Blackness against Black Men (p. 93)

Host:
Guardian:

November
19

Day 11: You & Anti-Blackness against Black Children (p. 99)
Day 12: You & Racist Stereotypes (p. 106)
Day 13: You & Cultural Appropriation (p. 113)
Day 14: Week 2 Review (p. 121)

Host:
Guardian:

November
26

No meeting, Thanksgiving Holiday

Host:
Guardian:

October 29

December 3 Day 15: You & White Apathy (127)
Day 16: You & White Centering (134)
Day 17: You & Tokenism (141)

Host:
Guardian:

December
10

Day 18: You & White Saviorism (148)
Day 19: You & Optical Allyship (155)

Host:
Guardian:

December
17

Day 20: You & Being Called Out/Called In (162)
Day 21: Week 3 Review (169)

Host:
Guardian:
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December
24- 31

No Meeting, Christmas Holidays

Host:
Guardian:

January 7

Day 22: You & White Feminism (p.173)
Day 23: You & White Leaders (p. 181)

Host:
Guardian:

January 14

Day 24: You & Your Friends (p. 184)
Day 25: You & Your Family (p. 187)
Day 26: You & Your Values (p. 191)
Day 27: You & Losing Privilege (p. 194)

Host:
Guardian:

January 21

No Meeting - Move-In and Recruitment Week

NA

January 28

Day 28: You & Your Commitments (p. 198)
Now what? (p. 207)

Host: Allie
Guardian:
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Appendix D: Interview Questions - Cycle 4
1. Questions about Closing the Process
a.

Can you describe what this process was like for you?

b. What was your favorite part of engaging in this work?
c.

What was your least favorite part?

d. In reflecting on the answers to those questions, do you see anything that you
would like to continue working on?
1. Questions about Self Understanding
a. How would you describe yourself when it comes to intervening in racism when it occurs
in your personal life?
b. Your professional life?
2. Moving Forward
a. In reflecting on the commitments that we made at the end of our group work, which do
you think will be hardest to accomplish?
b. How do you see yourself moving through the world at work with this new knowledge?
c. What about your personal life?

